Título: Las políticas de responsabilidad social corporativa para la inclusión de las personas con discapacidad como predictores de identificación, compromiso y absentismo de los empleados. Resumen: Pocos estudios han analizado el efecto en los empleados de las políticas de Responsabilidad Social Corporativa (RSC) orientadas a la inclusión de las personas con discapacidades. La presente investigación examina el grado en que las percepciones de los empleados sobre dichas políticas están relacionadas con la identificación y el compromiso con la organización, y con el absentismo. Se administró un cuestionario a 104 empleados (tasa de participación: 41,1%). Se realizaron correlaciones, pruebas de varianza del método común, y regresiones lineales. Si bien el efecto de las políticas de RSC orientadas hacia el entorno de la organización han sido las más estudiadas, nuestra investigación pone de relieve el impacto de las políticas internas para la inclusión de las personas con discapacidad sobre el compromiso y la identificación de todos los empleados, las personas con y sin discapacidad, pero no así con el absentismo. Los resultados obtenidos contribuyen significativamente al diseño de estrategias que faciliten y mejoren la normalización del colectivo de personas con discapacidad en el mercado de trabajo, contribuyendo a su inserción laboral. Palabras clave: Absentismo; Compromiso; Políticas de responsabilidad social corporativa; Identificación; Personas con discapacidades.
Introduction
A concern of professionals and researchers in the area of social and organizational psychology is promoting autonomy, social and labor inclusion and quality of life of people with disability (Alcover de la Hera & Pérez Torres, 2011) . Nevertheless, the international regulations to increase the employment rate of people with disabilities have not obtained the expected results (Wiggett-Barnard & Swartz, 2012) . In this sense, the International Labour Office (International Labour Office, ILO, 2015) points out that promoting the employment of people with disabilities requires strategic design of organizational internal and external policies, such as disability awareness training for management and co-workers or business-to-business relationships with entrepreneurs with disabilities. These policies are related to all those guidelines, rules and procedures established by organization management and aimed at achieving previously planned objectives (David, 2010) .
For the European Commission, policies related to the inclusion of people with disabilities, among others (human rights, labor practices and employment, environmental issues and the fight against fraud and corruption, local community participation and development, and the interests of consum-ers, disclosure of non-financial information and volunteerism among employees), are conceived as expressions of Corporate Social Responsibility (CSR). Those companies with higher implementation and development of these CSR policies can obtain positive direct and indirect effects. Positive direct results may for example derive from a better working environment, which leads to a more committed and productive workforce, or from efficient use of natural resources. In addition, indirect effects result from the growing attention of consumers and investors, which will increase their opportunities on the markets (European Commission, 2001, p.7) .
Following Dahlsrud (2008) , it is possible to consider that those direct and indirect effects are related to external-and internal-focus policies. Specifically, external-focus policies are the set of practices oriented towards the local community, business partners and suppliers, customers, public authorities and non-governmental organizations, protecting the environment and fostering philanthropy and volunteerism. On the other hand, internal-focus policies are those directly related to employees' physical and psychological environment, health and welfare, training, participation in business, equal opportunities and work-life balance (Al-bdour, Nasruddin, & Lin, 2010; Turker, 2009) .
The effects on external stakeholders of the external-focus policies have been deeply studied (Aguinis & Glavas, 2012; Branco & Rodrigues, 2006; Wang, Tong, Takeuchi, & George, 2016) . Nevertheless a comprehensive overview of both focuses considers that corporate social responsibility (CSR) is oriented towards integrating the interests of all indi-viduals or stakeholders in the policies and actions of the organization. In this sense, the definition proposed by the European Commission (2011) views CSR as encompassing external-and internal-focus policies.
Corporate Social Responsibility and effectiveness
Several authors suggest that the implementation of corporate social responsibility (CSR) policies could generate competitive advantages that enhance organizational effectiveness (Aharon, Lior, Yaki, & Gal, 2011; Ali, Rehman, Ali, Yousaf, & Zia, 2010; Birth, Illia, Lurati, & Zamparini, 2009; Brammer, Millington, & Rayton, 2007; Galbreath, 2010; Kim, Lee, Lee, & Kim, 2010; Pinillos, 2009; Skudiene & Auruskeviciene, 2012; Turker, 2009; Villafañé, 2009; Vitaliano, 2010) . However, it is interesting to highlight the limited number of studies that have had an impact on employees (Rodrigo & Arenas, 2008) . These authors point out that this is especially surprising because attraction of talent, loyalty to a firm, and motivation have been used to explain why CSR can be a source of competitive advantage to a firm (Branco & Rodrigues, 2006) . Even less attention has been devoted to the differences among employees in relation to CSR, presupposing that this group's expectations, views, and attitudes were homogeneous (Rodrigo & Arenas, 2008, p. 266) .
The effect of CSR on employees has been analyzed in terms of effectiveness regarding both outcomes in people in general and the results provided by individuals in organizations (Quijano, Navarro, Yepes, Berger, & Romeo, 2008) . Among the findings related to results of individuals in organizations, several studies have analyzed the relationship between the deployment of corporate social responsibility policies, organizational commitment (Ali, Rehman, Ali, Yousaf, & Zia; , Brammer, Millington, & Rayton, 2007 Turker, 2009) , identification (Kim, Lee, Lee, & Kim, 2010) , and absenteeism (National Disability Coordination Officer Program, nd).
All these studies conceptualize CSR as an independent variable in regression models, and distinguish the effect of internal and external policies. In this sense, the above mentioned studies confirm that both internal and external CSR policies have a positive effect on employees' commitment (Ali, Rehman, Ali, Yousaf, & Zia; , Brammer, Millington, & Rayton, 2007 Turker, 2009) . Furthermore, Ali et al. (2010) and the National Disability Coordination Officer Program (nd) indicate that CSR has an effect on organizational effectiveness (in terms of reduced absenteeism and financial results), although in some cases commitment mediates this relationship (Ali et al., 2010) .
Regarding identification, Kim et al. (2010) noted that only internal focus CSR policies have an impact on the degree of overlap between an employee's self-concept and his or her perception of the Company. Furthermore, identification facilitates employees' organizational commitment.
Hence, the present research analyzes the extent to which employees' perceptions of corporate social responsibility policies aimed at the inclusion of people with disabilities are positively related to organizational identification and commitment, and negatively related to absenteeism.
Method Participants and data collection
Despite the global crisis, Catalonia is considered one of the most dynamic European regions in the biotechnology and biomedicine sector (Ernst & Young, & Biocat, 2011) . For this reason, data was collected at one of the most important companies in the biotechnology sector in this region between December 2013 and January 2014. The company has expanded over the last five years, both in terms of the number of employees and economic growth (100% increase in income per employee), as reported by the Iberian Balance Analysis System (Sistema de Análisis de Balances Ibéricos -SABI). The company fulfills the Spanish Law (Real Decreto 1/2013), employing a ratio of 2% of employees with disabilities and adapting its facilities and workplaces. Additionally, the company hires the services of gardening and maintenance of a company that mainly employ people with disabilities.
The employees were asked to participate in order to analyze their perception of policies aimed at inclusion of people with disabilities. They completed an online questionnaire. Participants were informed that their confidentiality was ensured, anonymity would be maintained, and of their right to withdraw from the study at any time without negative impact. Participation was voluntary.
A total of 104 employees participated, making up 41.1% of the company staff. A greater number of participants were women (66.3%) and had university degrees (54.8%). The mean age was 38.01 years (SD = 8.9) and mean tenure 11.2 years (SD = 10.5). Almost all employees had permanent contracts (95.2%) and worked full-time (98.1%), and well over half held technical positions (62.5%) ( Table 1) . 
Instruments and variables
The questionnaire consisted of 30 items where dichotomous and categorized questions were combined. The instruments included were a validated questionnaire and another developed ad-hoc. The validated questionnaire was used to measure the variables of identification and commitment (Identification-Commitment Inventory -ICI) (Quijano, Navarro, Cornejo, 2000; Romeo, Yepes, Berger, Guàrdia, & Castro, 2011; Romeo, Berger, Yepes-Baldó, & GuardiaOlmos, 2011) . The ad-hoc questionnaires explored perception of deployment and importance of internal and external-focus policies, and absenteeism. The characteristics of the instruments are listed below: a) Perception of deployment of corporate social responsibility policies aimed at inclusion of people with disabilities (CSR-D) (five items): guidelines, rules and procedures established in order to support efforts to achieve the planned objectives (David, 2010) . Given that this scale was created ad-hoc for this research, we checked its internal consistency and construct validity using Cronbach's alpha and exploratory factor analysis (EFA), respectively. Cronbach's alpha was . 
Identification and commitment:
There exists a relation between commitment and identification, although each one is operatively different (Quijano, Navarro, Cornejo, 2000; Romeo, Yepes, Berger, Guàrdia, & Castro, 2011; Romeo, Berger, Yepes-Baldó, & Guardia-Olmos, 2011) .
• Commitment constitutes the psychological link that employees develop towards the organization (Quijano, Navarro, Cornejo, 2000). It includes four dimensions: value commitment (strongest link focused on recognition of common goals and values between individual and organization), affective commitment (affective link between employee and organization resulting from affiliation needs), exchange commitment (based on more or less satisfactory retributions/compensations received from the organization), and need commitment (weakest link focused only on the maintenance of the job as a way of survival).
• Identification is understood as awareness of membership, self-esteem for being an organizational member and desire to stay in the organization.
The Identification-Commitment Inventory (Quijano, Navarro, & Cornejo, 2000; Romeo, Yepes, Berger, Guàrdia, & Castro, 2011; Romeo, Berger, Yepes-Baldó, & GuardiaOlmos, 2011 ) has 14 items, six correspond to identification. Cronbach's alpha for the full scale was .94 (Romeo, Yepes, Berger, Guàrdia, & Castro, 2011 ). The ICI model fit is verified with root mean square error of approximation (RMSEA) = .028, root mean squares residual (RMSR) = .041, goodness-of-fit index (GFI) = .983, adjusted goodness-of-fit index (AGFI) = .977, and comparative fit index (CFI) = .994 (Romeo, Yepes, Berger, Guàrdia, & Castro, 2011 (Romeo, Berger, Yepes-Baldó, & Guardia-Olmos, 2011) .
Absenteeism: We analyzed the levels of absenteeism among employees, identified by several authors as an indicator of effectiveness (Campbell, 1997; International Organization for Standardization, ISO, 2010; Quijano, Navarro, Yepes, Berger, & Romeo, 2008) . Two questions about absence caused by contingencies other than accidents in the last three months were included.
We also included the following control variables: a) Some of the socio-demographic data have been included as control variable for theoretical reasons (Brammer et al., 2007; Skudiene & Auruskeviciene, 2012; Turker, 2009 ) (four items): Gender, age, organizational tenure and position. b) Importance attributed to internal-and external-focus policies aimed at the employment of people with disabilities (five items): It was considered important to minimize any bias associated with the perceived importance of policies for the employment of people with disabilities. Participants were asked to grade the degree of importance of internal-and external-focus policies on a five-point Likert scale (1 = Not important; 5 = Very important). 
Data analysis
Data analysis was performed using SPSS 21. Correlations were sought between the control variables, the independent variables and the dependent variables. Subsequently, linear regression analyses including those variables with significant correlations were performed. The first step contained a control-only model, including gender, organizational tenure, position, and importance ratings of internal and external-focus policies. The second step contained the main analyses, and included the effect of employees' perceptions of policies deployment on identification and commitment.
Harman's single-factor test (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003) was used to analyze whether there is any presence of common method bias in our data, due to the fact that we are only using questionnaires to collect data. The principal component analysis of all the variables produced four distinct factors. The four factors accounted for 67.02% of the total variance but the first factor did not account for a majority of the variance (9.94%). Thus, it could be claimed that the common method bias was not a serious threat.
Results
Between 44.2% and 81.7% of employees did not know the extent of deployment of the policies analyzed. The policies perceived as being the most deployed are the external-focus policies. Specifically, the percentage of employees who claimed to know that their organization was working with the local community and had strategic partnerships with specialized institutions was 35.6% and 50% respectively (Table  2) . The less known policies, both from the internal-focus, were corporate policies that define commitment and company goals concerning labor inclusion of people with disabilities (70.2% affirmed they did not know whether or not they were implemented), and the existence of a strategic plan to normalize disability in the business and working environment aimed at company stakeholders (81.7% did not know).
Regarding the results of individual effectiveness, the participants stated that they identified with and felt affectively committed to the organization (Table 3 ). The majority of participants had not been absent from work for reasons other than the fact of having suffered an accident (77.9%). Among those who took time off work, 11.5% were away for less than a whole working day. Table 4 presents the correlations between the control, dependent and independent variables. Contrary to expectations, perceived deployment of external-focus policies did not correlate with any of the variables, except with the perceived deployment of internal-focus policies. Therefore, we removed external-focus policies perception from subsequent analysis. Likewise, absenteeism did not correlate with any independent variable so it was also eliminated from subsequent analysis.
The control variable tenure correlated negatively and significantly with the perception of deployment of internalfocus policies and positively with identification, exchange commitment, affective commitment and value commitment. This indicates an increase in the identification with and commitment to the organization over the years, and a decrease in perceived deployment of internal-focus policies. Based on these results, we ran some regression analyses of the relationship between employees' perceptions of the deployment level of internal-focus policies and their commitment and identification (Table 5) . The first step included age, gender, position, tenure, and perceived importance of internal and external policies as control variables. The second step included the influence of employees' perceptions on their commitment and identification. The control-only models were not statistically significant, while the second model was significant in two cases (Identification and Value commitment). In both cases there exists a positive relationship with internal-focus policies. Figure 1 shows that employees with low deployment perception of internal policies (those who consider that none or one of the internal policies are deployed) have lower levels of identification and value commitment than those with high deployment perception of internal policies (those who consider that at least two of the internal policies are deployed). 
Discussion
According to Spanish National Statistics Institute (Instituto Nacional de Estadística, INE, 2013), 35% of people with disability is unemployed, while the general rate reaches 26.1%. In this sense, it is important to facilitate the development of corporate social responsibility policies aimed at inclusion and addressing the needs of vulnerable groups such as people with disabilities. Nevertheless, it is interesting to note the limited number of studies that have analyzed the impact of these policies on employees (Rodrigo & Arenas, 2008) . Corporate social responsibility policies deployment allows, on the one hand, an organization to comply with local, national and international regulations concerning the inclusion of people with disabilities in the productive sector and, on the other hand, helps the company build a socially responsible image, thus increasing its social acceptance (Galbreath, 2010) .
Regarding results, it is interesting to point out that the high lack of knowledge by employees in relation to the degree of deployment of CSR policies. In this sense, other studies indicate that employees tend to perceive low levels of information on issues related to political and organizational strategies (Morsing, 2006) . Policies with higher levels of knowledge by employees are the external focus. This result indicates that companies tend to prioritize marketing campaigns linked to their CSR policies (Chaudhri, 2014) .
Concerning the impact of corporate social responsibility policies on employees, in this research we found that only the perception of internal-focus policies had an effect on their identification and commitment (especially value commitment), while the external-focus policies did not have any effect.
With regard to results for tenure, we observe that they correlated significantly with perceived deployment of internal-focus policies, indicating that a longer tenure generates lower deployment perception of internal policies. This result can be partially explained by the correlation between tenure and position, given that longer tenure is linked to higher position levels and affective commitment (Natarajan & Nagar, 2011) . In this sense, our results could be showing a greater awareness and criticism about the policies and strategies developed by the organization.
No significant relationships were found between the perceptions of employees and absenteeism rates, contrary to our expectations. In the current context of crisis, the Spanish National Statistics Institute (Instituto Nacional de Estadísti-ca, INE) points out a slight decrease in absenteeism rates since 2009, after a period of steady growth since 2005. This circumstantial fact may justify the low absenteeism rates uncovered by our research, which may also have contributed to the lack of significant results.
It would be very interesting in future research to examine the results found regarding the key role that internal-focus policies play in employees' identification and commitment in different organizations and sectors. Specifically, we plan to analyze whether those sectors that have been more deeply affected by the crisis present different results to those in this study. On the other hand, this study is focused on employees' perceptions. It would be interesting to analyze deeply the employees' knowledge about their companies CSR policies.
Finally, organizations "should contribute to ensuring that men and women with disabilities are accorded dignity, autonomy and full participation in society. The principle of non-discrimination should be respected, and organizations should consider making reasonable provisions for access to facilities" (International Organization for Standardization, ISO, 2010, p. 29) . However, the difficulties of labor inclusion of this target-group are still evident. In this regard, we consider, to quote Munduate, Di Marco, Martínez-Corts, Arenas, & Gamero, 2013) , that "the integration of disabled people at work needs to be understood as a standardized process that seeks the ultimate goal of promoting employment under the same conditions as other workers" (p. 125).
The results obtained from this research are promising and represent a first step towards further study of the role played by policies oriented to inclusion of people with disabilities in organizational and work contexts. Our research highlights the impact of internal-focus policies for the inclusion of people with disabilities in the commitment and identification of all employees, those with and without disabilities. In this sense, we believe it is necessary to further develop strategic internal policies committed to inclusion and equality opportunities, in order to achieve the double objective: to increase identification and commitment and to enhance labor inclusion of people with disabilities.
References Aguinis, H., & Glavas, A. (2012 
